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ABSTRACT

The current condition of the
U, S. shipbuilding industry makes it
vitally 1nportant for shipyards to
devel op company-trai ned managers with
bot h busi ness and shipbui I din
management skills. _In order to nee
this™ need, the Bath Iron Works

Corporation established the Management
Devel opnent Program in April of
1986. Bl W speci fi caI,Idy recogni zed
the need to devel op mddl e managers
with broad conpany backgrounds. = The
program was created to provide the
conpany with a group of high-potential
shi pyard mana?ers Wi th sound general
managenent skiTls.

This paper Wl address the
evol ution 0 the Managenent
Devel opment  Program at  Bath~ Iron
Wrks.  fromthe“initial identifica-
tion of the need for the program
throu%h the conpletion of the program
by the first class of _Minagenent
ngel opnent  "interns". The

, paper
|1 also include an analysis of {he
origi nal program design ‘and a dis-
cussion concerning the current status
of the program ~ Based qun experi -
ence gainéd through the initial
i mpl eneéntation of the program_  some
i mprovements are bein nmade in the
organi zation and general structure of
the program VW will exam ne |essons
| earned,” the future of the Managenent
Devel opnent Program at BIW and career
\%avlel opnment within the industry as a
ole.

| NTRCDUCTI ON

The
Pr ogr am was

W

nage! Devel opnent
initiated at Bath Iron
Wor ks b%/ senior managenent in an
effort to _bolster the number of
effective niddle managers within the
shi pyard. The conpany's top execu-
tives identified the need for mniddle
managers to understand all of the
critical functions which make up the
shipbuilding process. Asin nman
conpanies Wth traditional functiona

Management
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organi zations, the tendency to becone
specialized in a particular functional

area existed wthin the shipyard.
Managers understood their own depart-
ment,”  but their know edge of the

rel ationship between depariments was
linited. I'n order to develop nmiddle
rranagﬁrs with a detailed understanding
of the entire shipbuilding process,
Bl W devot ed the necessary resources
to establish a Managenent “Devel oprment
Program

The purpose of the program was
to establish a talent pool of
otential  managers for the future
ead_edr,shlp of Bath Iron Wrks b
rovidin

articipants the opportunit
0 deve opp kHO\E)\Il edge oftﬂ% shi p-y

building manufacturing process as
well as general managenent skills
mpl eent a program

é%), _In order to i
this magnitude,
nmanagenent “comit ment  we
WIlliamE. Haggett, Chairnman and CEO
of Bath Iron rks, was. and still
is, one of the l|eading proponents of
the Managenent Devel opment Program
In addition to_ Hr. Haggett, ~ many
other top executives in the conmpany
are strong supporters of the program
This unwavering conmitnent from top
managenent laid a solid foundation
upon which the program was built.

CAREER DEVELOPMENT

Recent research studies concen-
trating on nmanagement devel opnent
have surfaced interesting and hel pful
findings. The Honeywel I” Corporation
commisSioned its corporate training
?roup to investigate ways to inprove

he managenent devel opnent functi on.
One of the findings of this research
was a conparison of the relative
i mport ance of job experiences,
relationshi ps, and education to
devel oprent . A wei ghting of 50% -
30% - 20% respectively, was obtained
(2). Drawing fromthi's data, it was
concluded  that most devel opnent
occurs outside of formal training.
Therefore. to have nore inpact on

dedi cated seni or
was essential.



devel gpnent . training nust target
activities that support the devel op-
ment which occurs as a result of job
experiences ~and relationships (2).
Experience is the best teacher. “bat
it nust be realized that for effective
devel opnent. the experiences nust be
pl anned.

Experiences provide devel opment
t hrough enhancing existing skills or
devel oping new ~ skills, ~ providing
broader perspectives and visibili ty.
and inproving confidence. ~Job exper-
i ences play a key rale in new skill
devel opnent,” espécially when it in-
vol ves peopl e maki ng cross functional
nmoves. Moving across functional areas
exposes an individual to a variety of
problems, forcing new skill develop-
ment to be effective. Participation
in tough projects can also provide a
significant ‘devel opment job experi-
ence.

In addition to  experiences,
peopl e develop through job relation-
ships by increasing their effective-
ness, |earning new skills, |earning
corporate values, and shaping their
management style. Building a network
of relationships can increase effec-
tiveness by establishing people who

can act as advocates, . assist in
getting pronotions or job changes.
and share in the joys of success
(2). The devel opment of this network
can be expedited by aligning an
i ndi vidual with a nmentor or, coach.

Building a relationship with a nentor
or coach can enhance the devel opnment
process of rising nanagers by
providing a

Rol e nodel

Sounding board

Broader " perspective

Skill builder

Sponsor, mot i vat or, and

confidence buil der

Anot her conponent of devel opment

is education, of which the prinmar
urpose is to transfer relevan
skills | mprovi ng conmuni cation

skills and business know edge are two
of the nost beneficial areas. Train-
ing also helps participants devel oP
contacts and learn fromothers. No
to be underestimated is the role of
education in broadening perspectives
and chal | enging thinking. Through
the | earning process, solving problens
outside of one’s usual mode "of think-
|_nfg forces people to approach problens
differently (2).

In a nore detailed manner, a
Ceneral Electric study explored the
devel opment process of t echnj cal
| eaders. CGE defines a technical
| eader as an individual who conbines
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technical expertise with the |eader-
ship skills required to nove an
organj zation in a direction he or she
identifies (3). _ Through their
research, GCE'identified a set of
career building blocks that to
| eaders had conpleted in devel opin
their technical Ieadershldp skills.
These building bl ocks included:

Participation in essential
experiences

Assumption of key roles
Progressive training in a
dl?'flllned set of know edge and
skills.

Wi le there is no single career path
or sequence, the above building blocks

were conpleted within some fairly
specific tinmefranes. These
timeframes were:

Formative  First 5 vyears

after begi nni ng irst

post-Bachel or™s Degree job
Next 10 years
Broadening -

Maturing -
16 plus years.

BX conbining the building blocks with
the definéd  career stages. GE
devel oped a _career devel opnent road
map. (See Table 1.)  The building
bl'ocks can be conpleted in separate
assignnents or often within a single
assignment (3). From their research,
almst  every high-|evel techni cal
| eader had conpleted virtually all
the essential experiences with each
stage. ~ The  experiences  provided
opportunities for on-the-job devel op-
ment in the t echni'cal / busi ness
environment  which were vital for
devel opi ng |eadership skills (3)

Bath Iron  \rks
recognized the need for :
conmbining job experiences, academc
education, ~ skill =~ devel opnent, and
relationship-building in its design
of BIWS  Managenent Devel opnent
ProPram The remainder of this paper
wil descri be t he desi gn,
inmplenentation, and future plans of
t he BI W program

PROGRAM DESI GN

Bl W seni or nmanagenent directed
the establishment of a Managenent
Devel opnent Steering Committee in
early 1986, whose role was to devel op
the ~ structure of the program and
participate in the recruiting and
selection of qualified applicants.
Thls.SteerlnP Comm ttee was conprised
of high-level managers from Engi neer-
ing. ~Human Resources, Product i on.

Corporation
a program



ESSENTIAL TRAINING
STAGE |  EXPERIENCES KEY ROLES FOCUS
— | - UNIQUE TECHNICAL . TECHNICAL . FUNCTIONAL ORGANIZATION
wao SUCCESS CONTRIBUTOR . TECHNICAL COMPETENCE
> . STRETCH JOB . TEAM LEADER . BASIC INFLUENCE SKILLS
:'ﬂ ASSIGNMENT . PROJECT LEADER . CHANGE MANAGEMENT
= . SUBSTANTIVE LEAD . CAREER MANAGEMENT
W SUCCESS PROJECT MANAGEMENT
O . BROAD BUSINESS
Lo EXPOSURE
. SIGNIFICANT ROLE
MODELS
@ | - BROAD BUSINESS . TEAM LEADER + INTERFUNCTION RELATIONSHIPS
(oFS INVOLVEMENT . PROJECT LEADER » FUNCTIONAL STRATEGIES
Z X | .SELF IMAGE AS A . PROGRAM LEADER » STRATEGIC INFLUENCE SKILLS
> LEADER + RESOURCE MANAGEMENT
2 0 . DEVELOPMENT OF » COMPETITIVE ADVANTAGE
ar A LEADERSHIP + CUSTOMER SERVICE
= NETWORK « PROGRAM MANAGEMENT
o + TECHNOLOGY IMPLEMENTATION
&~ | -HIGH BUSINESS . PROJECT LEADER . FUNCTIONAL/OPERATIONS
=Q IMPACT ASSIGNMENT . PROGRAM LEADER MANAGEMENT
Zg |-TOTAL . FUNCTIONAL LEADER | . BUSINESS STRATEGIES
W RESPONSIBILTY VISIONING
2" ASSIGNMENT . ORGANIZATION STRUCTURING
O + | -EXPANDED EXTERNAL AND CHANGE
e NETWORK
m ~
Table 1. General Electric's Career Devel opnent Roadmap (Adapted from a
Figure in "Devel opi rr\ga Technical Leaders. Building Blocks for Success
in Engineering and Nanufacturing. "Schoonover and Wiler, July 1987)
Syst ens, and  Finance. i ncl udi ng schedule. Table 2 shows the required
several menbers at the vice presiden- functional areas and the duration of
tial  level.  The Conmittee faced each rotation in nonths.
several difficult decisions in
designing the structure of the
program” such as: How long wll the
p.rlolgrgm _be?I g I—(Ijovy many hpart ici atnrt]s
Wi e included in each year o e
Program? Were will the p)grt i ci pants FUNCTIONAL AREA DURATION
or the program be recruited? \What
are the qualifications needed for ENGINEERING 6 MO.
consi deration for the progran? These PRODUCTION 6 MO.
are only a few of the many critical
questions that needed to bé resol ved PLANNING 6 MO.
It\/g suctcengfu= ly , |gp| ement the OPTION TIME 6 MO.
nagenen vel opment  Program TOTAL TR
After nonths of deliberation and
several meetings of the Steerin
Conmittee, the Tnitial structure o -
the program energed. The Conmittee Table 2: Wrk Rotation Breakdown
created a 2-yéar program  which

included a series of workrotations
t hrough major functional departnents,

academc course  work, managenment
skills semnars, and weekly ~staff
neetings.

The work rotations wereStruc-
tured in general terns in order to
%l_ve the interns a degree of flexi-
ility in setting up Their work
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As the exhibit suggests. an intern is
allowed 6 nmonths "of "option time" in
addition to the required tine spent
in  Engineering, Producti on, and
Pl anni ng. This optiaon time can be
spent I'n any area within the shipyard

ich interests the intern (e’g.,
Contracts, Program O fice, and Labor
Relations), divided into 1-, 2-, or

3-month increments. In addition to




the departnmental rotations, interns
are required to successfully conplete
sel ective raduate level ~ business
courses. If an intern fails one of
the required courses, he/she can be
dropped from the program Along with
the course work, interns are required
to attend numerous managenent skills
seninars and wor kshops, concentrating
on topics such as,,orOJ ect managenent .
presentation skills, statistical
process control, ship production,
contracts, and managenent skills.

The program was designed to
accommdate ten participants 1n each
ear of the program the first year
aving ten interns_and a second class
of ten interns being introduced in
the second year. fter the first
year. the program woul d support 20
Interns a year on a rotating basis,
with a new class of 10 participants
replacing the graduating class at the

conpletion of = the 2-year program
O(gam zationally, interns are _ con-
sidered enployees of the Training

Departnent for the duration of the

rogram reporting directly to the
nager of Enpl oyee  Devél oprent .
Interns'  yearly evaluations of work

[i)erformince are also administered
hrough the Traini ng Departnent by
synt hesi zing eval uations from super-
visors in each work rotation. At the
conpl etion of each rotation, the
intern is_evaluated by his/her super-
vi sor. This provides the intern
formal witten feedback on performance
2 to 4 tines per year.

REQUI REMENTS

Candidates for the Management
Devel opnent Program are sel ected from
current BI'W enpl oyees and college
graduat es each spring. M ni mum r é-
quirenents of applicants for the

program are a 4-year college degree
or gfaduation from BIWs_ Shipbuilding
Apprentice Program. The 'selection
criteria for candidates includes the
following conponents:

Leader ship. ]

Communi cation skills

Achi evenent s/ acconpl i shment s
Maturity.

Applicants are evaluated on the
relative strength of these character-
istics through a two-step interviewng

process. Initial interviews are con-
ducted on college canpuses during
February and March of each year.

First interviews of current - BIW
enpl oyees take pl ace in June of each
year. A series of second interviews,

conducted by vice presidents, is held
for sel ected individuals on-sjte at

BIW fers of enployment in the
Managenent  Devel opment ~ Program are
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i ssued subsequent to the results of
the second interviews.

PROGRAM | MPLEMENTATI ON

The BI'W Managenent Devel opnent
Program began in Septenber of 1986
for the first class of interns. The
class was made up of individuals wth
varied backgrounds. including engi-
neers, libéeral arts _ mgjors. and
current

~ BI'W enpl oyees with 3|é;.n|f|c.ant
production experience. The diversity
of the group helped to integrate the
menbers of = the first «class.  The
experienced BIW enpl oyees acclimated
the new enpl oyees in the class to the
culture and norns of the shipyard.
Based upon experience gai ned through
the initial "inplementation of the
program some inprovenents are bein
made in the organization and genera
structure of the program (ne change
in the structure of the program
involves the work rotations, O igi-
nally, the program was divided into
three. L-nonth “increments in najor
functional areas _and 6 nonths of
option time, (See Table 2. Due to a
reorgani zation wthin the conpany and
some ~ recomrendations from senior
managenent and the program manager,
the work rotations were revised. ~ The
current work rotation structure is
shown in Table 3.

FUNCTIONAL AREA DURATION
PRODUCTION 9 MO.
ENGINEERING 4 MO.
FINANCE 3 MO.
MATERIALS 3 MO.
OPTION TIME 5 MO.
TOTAL 24 \NO
Table 3: Revised Wrk Rotation

Br eakdown

The work rotations are the pri-
mary learning tool for each intern.
Not “only do the rotations provide an
intern wWith detailed know edge of the
area and how the area relates to other
departnments in the shipyard. but also
gi ve hinl her val uable exposure to ke
ersonnel in the conpany. Typi ca

asks that are given to Managenent
Devel opment interns include:

Devel opi ng shipyard schedul es

Wor ki ng
coor di nat or

as a  production

Negotiating subcontracts
Docunmenting work practices




Preparing manning plans for a
depart ment

Supervising CAD/ CAM operators.

At the end of each work rotation,

interns receive witten evaluations
fromtheir direct supervisor in the
functional area. Interns are en-

couraged to discuss the evaluations
with their supervisor to give personal
coments or entertain further dis-
cussi on about the departnent. If an
intern receives unsatisfactory eval-
uations in nore than one departnent,
he/she could be dropped from the
program pendi ng review by the Mnager
of Enployee Development. ~ In addition,
interns are required to wite reports
for the Minager of Enpl oyee Devel op-
ment on each functional area, sunmmar-
izing their experience in the
departnent. In addition to work
rotations, interns are required to
successfully conplete, graduate |evel
academi ¢ courses, Wwhich are taught
on-site at the BIW Training facilit

by business schools (University o

sout hern Mai ne. ~ Northeastern
University). The curriculumfor the
2-year programincludes the fAlOWnNg
cour ses:

Financial Management
Operations Managenent
Organi zational Behavi or
Marketing

Managenent of Technol ogy.

Al'though the majority of each class
is conprised of Managénent Devel oprment
interns, additional “conpany managers
are also involved in the clasSes.
These current Bl W managers give the
interns an additional perspec_tlvetﬁy

e

relating the course work in
classes to shipyard problens and
issues. Course work in each class is

graded, and ,
could be grounds for ternina
the program

failure of anY cl ass
tion from

The third integral conponent of

the program concerns _ supplenmental
wor kshops™ and seminars in managerial
t opi cs. VWrkshops are  conducted

on-site on a variety oftopics:

Presentation Skills
Ef fective Managenent

Interviewing SKkills
Bl uepri nt adi ng
Statistical Procéss Control

Ship Production Technol ogy.

Sonme of these workshops are taught by
Bl W personnel while others are in-
structed by outside consultants. The
majority of the semnars are not
exclusive to the interns but are
conducted for  conpany _managenent
throughout the shipyard. This gives
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the interns an opportunity to inter-

face ~wth conpany nmnagers  and
facilitates a good _discussion On
i mpor t ant conpany i ssues. Each

intern is also expected to attend at

| east one off-site senminar a year on
a mnageri al topic of particular
interest to the individual. The
intent 1s to increase know edge of
general business functions. develop
communi cation  skills, and nurture
| eader shi p. Seni nar s have  been
attended on topics such as Project
Managerment and Team Building Skills,

Probl'em Sol ving and Decision Making,
Just -in-Time Manuf act uri ng, and
Operations Mnagenent.

Another inportant conponent of
the programis the weekly staff
meetings held by the program nanager
for the interns. TheSe  neetings

erform a nunber of functions. They
elp provide a group identity and a

supportive  atnosphere. They also
serve as a time for exchanging
i nformation, from current events

conpany-wi de to providing interesting
devel opments in particular deparf-
ments. On a frequent basis, the
meeting serves as an opportunity to
invite an per level manager to

. u .

share |nform£[|on from his/her per-
spective and allow the interns to
question the manaﬁ.er on_  his/her
management style,  philosophies, an

daily functions. Lastly, the staff
meet i ngs also . function as an
educational session. with the program

manager |eading a session in topics
such as communi cation skill
devel opment or techniques of managi ng
group neetings.

One of the
the architects o
Devel opnent
different

reatest concerns of
t he Bl W Management
Program was how the
| ements (production
wor kers. mddl e, nanagenent, seni or
management) within the shipyard woul d
react to the inplenentation of the
program. _ Overal | shipyard acceptance
was positive in the fifst year of the
program and has inproved to the point
where the  Managenent Devel opnent
Program has earned a highly respect-
abl € reputation throughout "the yard.
Production worker acceptance was seen
as a possible barrier to inplenenta-
tion; however, the production work-
force has accepted the interns and
en{oys exchanging viewpoints with
future conmpany managers. In nost
cases, enployees are ‘eager to e_xgj ain
their job function and responsibili--
ties to an intern. This relatively
rapid acceptance of the program by
production workers is due, in part,
to the fact that three of the interns
inthe first class were selected from
Production. In terns of  niddle
management  support. mddl e managers

—~=m



were eager to have an intern rotate
through their functional area. How

ever, some managers were ill-prepared
to assign tasks and responsibilities
to an intern in the enbryonic stages
of the program  For the nost part,

this problem has been resol ved through
a year and a half of experience and
reater understanding of the objec-

ives of the Managenent Devel opment

Program and capabilities of an intern.

In fact, 1in many cases, mddle mna-
gers are requesfing _
an intern for a period of time. This
exenplifies the fact that mddle
managers are realizing that having an
intern in their area is an opportunity

not only for the intern, but for the
manager as well. As for senior
managenent , the support for the

ﬁrogram emanat i ng fromto? executives
as been not hi ng”but outstanding from
day  one. Senior  managenent is
sttongly committed to the 1deals of
the program and is encouraged by the
quality of the people in the program
Interns meet with senior executives,
at least quarterly, to discuss the
status of the shipyard and ofher
i mportant _ issues. “This explicit
support reinforces senior managenent’s
commtment to the program as the
bui I ding block of the future |eader-
ship of "Bath Iron Wrks.

PROGRAM STATUS

The company qui ckly absorbed the
graduating interns into a variety of

posi tions. Interns found positions
rangi n? from supervisory Troles to
uppér Tevel staff positions. Table 4
shows a sarr_Pllng,of the positions
accept ed. “The “interest of the
different divisions in acquiring an
intern was strong, reflecting ~the
success of the program

t he services of

POSITION

« MANAGER OF CRUISER DESIGN

. SUPERVISOR OF PRODUCTION ENGINEERING
. SUPERVISOR OF MRP PROJECT

. PRODUCTION ENGINEER

. PLANNING SUPERVISOR

Table 4. Positions Accepted
by Gaduating Interns
At the time of this witing, the
third class of interns is being re-
cruited. The program is continuing
at a level of ten participants per
year with a [greater maj ority com ng

as new hires to the conpany.
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PROGRAM COSTS

i As reviousl| ment i oned. the
i npl enentation of a Managenent
Devel opment Program is an investnent

in the future of the company. This
investnent can be segre?at ed into
three major elements of cCost:

Overhead time
Acadenic courses )
On-site and off-site semnars.

Overhead time refers to the time spent
bP/ interns in courses and semnars,
sfaff nmeetings. and benefits such as
sick leave, vacation tine, and insur-
ance coverage. The overhead cost
el ement accounts for roughly half of
the annual budget for the program

The other half of the program budget
is spent on education and training.

coming in the form of academ ¢ courses
and senminars. Two or three academc
courses are taught on-site at

each year by an accredjted business
school - Courses of this type range
in cost from $12,000 to $25, 000 per
course for the existing curriculum
The current design of the program
also calls for two or three semnars
a year. taught on-site by an outside
consul tant. -site sem nars
t¥8' cally cost between $3,000 and
$10, 000 per semnar. Of-site
semnars are ~also included in
annual training budget and are
arranged at the intern’S reguest.
These “seminars cost up to $2,000 per
i ndi vi dual .

FUTURE PLANS

. As the first class of management
interns conpletes the 2-year devel op-
ment  program changes™ are being
incorporated to  reflect | essons
earned thus far. Wile both conpany

management  and program participant$s
acknowl edge the program as highly
successful, they also wish to bulld
upon past experiences and plan for
the future.

One of the changes to the program
was a redistribution of time spent
and departments visited during the 2

ears as nentioned earlier. IS was
brought about by a recognition of the
integral role these functional areas
play in the operation of the shipy
Also. as a part of a conpany. réorg-
ani zation, the planning rotation was
conbi ned wth the production
assi gnment .

Anot her need which was identified
was the requirement for a structured
pl acenent rocess for the interns
conpleting the program For the good
of both the conpany and the interns,

ard.
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guidelines describing when interns
are available for hife, appropriate
jobs for interns. and ‘what the
I nterns' conmitments are to the
program until its conpletion were
developed. Starting in the last 3 to
4 months of the program interns and
departments will begin discussions
for permanent jobs. Per manent j obs
should be at an appropriate |evel of
res%0n_5| bility and ~ conpensation.
Each intern must remain in the pro-
ram for a full 2 years even if they
egin their permanent job priaor to
the end of the program ° By remaining
in the program  interns nust continuée
with course work, staff neetings, and
other workshops and seminars. In
exceptional circumstances, where a
particularly  appropriate _ permanent
ob becomes available prior to the
ast. 3 or 4 nonths of the program
consideration will begiven to early
placement.  However, in these cases,
the intern will still remain in the
program until conpletion.

It was al so recognized that some
rather sinple changes could be nade
to the logistics of the programto
address the needs of the supervisin
managers of interns in their wor
rotations. Having a  nmanagenent
intern in their group represented a
new nanagement Challenge to these
supervisors. For exanple, the interns
often have additional requirements on
their tine, such as staff neetings,
academ ¢ courses, and skill workshops
This situation was resulting in frus-
tration on the part of some super-
visors since they felt that they did
not know when they could depend on
the intern's support and presence
By conbining several of these activi-
t1es on one day of the week, it has
hel ped to structure the intern's
schedule, making it easier for the
supervi sor. This exanple exhibits
the need to enphasize, at the start
of such a program that time nust be
spent  educating ~and communicating
W th conpany managers the objectives
and expectations of the program

The adnini stration of t he
Management Devel opnent Programis
appropriately controlled by the

Training Departmnent. Unfortunately,
this has started to foster an
attitude that this is the Training
Departnent's and _interns' progra

rather  than bui | di ng functiona
ownership. ~ To address this issue,
BIWis considering the formation of a
committee which wll h_eIP "chanpi on"
the programin the different tunc-
tional departments. The make-up of
this group and its mission would be
decidedly different than that of _the
initial Steering Conmittee. This
coomttee would™ consist of strong

mddle nanagers who are concerned
with their department's involvenent
in the workings of the program  They
will help rive other ~ departnent

nmanagers to develop  appropriate
assignments  for visiting interns,

ensure that interns réceive the
proper  exposure, and serve as a
concerned point of contact for the

program s nanager.

Bl Whas also identified areasto
address in its continuing PI ans for
career devel opnent. Naturally, with
the conpany's investment in these
individuals, BIWwants to ensure an
acceptable  retention level . By
addressing issues and setting policy
to cover ~ areas. such as [Ieave of
absence for continuing education, the
conpany will support the needs of the
interns and other enployees. Al so,
as a result of this program a nore
formal program of career pathing nay
be required for both graduated
interns and other rising enployees.

CONCLUSI ON

In less than 2 years of existence
at BIW the Mnagément Devel opnent
Program has proven to be a sound
investnent in the future of the
conpany. BIW has inplenented a
program whi ch enphasizes the three
conponent s, of managenment devel oprent

outlined in recent studies: job
experiences, rel ationshi ps, and
training.  The program combi nes work

rotations. academ ¢ instruction. and
skill devel opnent to devel op capable
%eopl e into high potential managers.
he success of the programis evident
by the intense interest displ a)Bed_ by
different functional areas in obtain-
ing an intern. The key to the
continued success of the programlies
in the ability to sustain this
interest. In order to do this,
senior  managenent invol vemrent  and
commitment nust remain strong and
m ddl e managenent shoul d contifue to
lay a key Tole in the ownership of
he "program

, The need for strong nmanagenent
in the shipbuilding industry has
never been greater. The intensely
conpetitive ‘environment in both the
commercial and naval narkets requires
management wth exceptional skills in
a variety of areas. To be successful
requires’ creative approaches to
engineering, planning, ‘and construc-
tion process technol ogies. Managenent
systens that have effective cost and
schedul e controls nust be enployed.
This requires leaders proficient in
the technical requirements of the
shipbuilding process in addition to
strong |eadership, notivational, and
comuni cation skills. The necessary
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i nprovenents for a viable long term

shipbuilding industry in this count rP/

will  not Tesult from governnenta

policies, but will be a result of

effective shltpyard managenent . The
0

devel opment personnel ™ nust becone
a priority for this industry to
a?gresswely overcome the chall'enge
0

the present and the future.
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